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CHAPTER I
Purpose of the Project
In the past , individuals with mental retardation were
believed to have minimal potential for employment , and the
job options available to them we re primarily limited to
day programs , activity centers, and sheltered workshops.
The opinion of society was that these individuals needed
to be cared for , and they wer e certainly not viewed as
contributing members of communities .

Society at least

partially defines a person ' s worth based on his work .
Therefore , those individuals who were perceived as limited
by their disabilities and who were not in the competitive
work force , were viewed as having decreased wo rth (Inge et
al. 1988, 97) .

Fortunately, the past decade has brought with it
extensive changes in this attitude.

Individuals who

formerly required intensive support in sheltered work
settings are now being given opportunities to receive
similar supports in compet itive places of employment in
the community .

With the support of a job coach , who is

responsible for providing challenged workers the necessary
individua lized support and assuring employers of a
consistent leve l 0£ quality performance , many individuals
are now successfully participating in supported employment
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programs in communities across the United states (Ward et
al.

1 993 , 36).
Having worked in the field of mental retardation and

developmental disabilities for e ight years, this
researcher has become quite interested in employment
opportunities for the individuals served and their
resulting satisfaction with these jobs.

Thus, this

project assessed whether individuals who work in supported
employment have a higher level of job satisfaction than
those who work in sheltered employment .
evaluation was used which included:

A tri - phasal

(1) employment

questions from the Quality of Life Questionnaire,

(2)

observations in the subjects ' workplaces by the
researcher , and (3) interviews with staff or support
people who work directly with the subjects .

The results

were evaluated by means of research and standardization
data from the Quality of Life Questionnaire Manual
(Schal ock & Keith 1993).

A statistical t-test was used to

determine if the re exists a significant difference in job
satisfaction between the two groups of employees.
Reliability and validity tests are available , based on the
data from the normative sample described in the manual.
Reliability tests provide evidence for a high degree
of internal reliability for the Quality of Life
Questionnaire.

The data also provide evi d ence for a high
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degree of agreement between self-report and externally
rated versions of the questionnaire, as well as a high
degree of test-retest reliability.
Questionnaire items were generated from a number of
published sources on well-being , one of which was the 1986
version, the Quality of Life Preliminary Questionnaire
(Keith et al . 1986 ).

The revised questionnaire has been

evaluated for face, construct, and concurrent validity ,
and is believed to be a valid instrument for purposes of
this project.
Statement of the Problem
The main objective of this project was to determine
whethe r individuals who wo rk in supported employment are
more satisfied with their jobs than those who work in
sheltered employment.

There is a need for continued and

increased funding for both types of employment for
individuals with mental retardation and developmental
disabilities .
As casemanagers for the Missouri Department of Mental
Health-Division of Mental Retardation and Developmental
Disabilities often discover , there is a very real need for
available and appropriate employment opportunities for
consumers .

Further , it has often been the experience of

the Department that there generally exists a shortage of
such " appropriate " jobs.

Employers in the community are
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frequently unwilling to accept an employee who has a
handicap, despite studies that have concluded that
supported employees often surpass their non-handicapped
coworkers in dependability, low absenteeism, and
consistent productivity (Pati & Adkins 1980 ; Pati
Morrison 1982) .

&

On the other hand, there is not always

enough work available within sheltered workshops to employ
all those individuals desiring to work there.
At the time of this writing , legislat i on is being
considered which could eliminate many Division of
Vocational Rehabilitation services.

It is these state

agencies that currently provide much of the funding for
both sheltered workshops and supported employment
programs .

The focus of this project was to determine

which area of employment provides the highest level of job
satisfaction for individuals who are mentally challenged,
and to provide some guidance as to which area the limited
funds should be allocated to best meet the needs of these
individuals.
Project Title , Location, and Duration
Title of Project - Job Satisfaction in Supported and
Sheltered Employment.
Location - Sedalia, Missouri , is the location of the
project/thesis.

This city is located in central Missouri ,

and is within a few hours of the capitol of Jefferson
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City, as well as major cities such as Kansas City and St.
Louis.
Sedalia boasted a population of 19,800 in the 1990
census .

Due to continuously emerging residential

subdivisions outside the city limits, the population has
gradually declined over the past ten years.

Sedalia is

located in Pettis County and serves as the county seat.
The county had a 1990 population of 35,437.

County

distribution by race during the same year was as follows:
White, 95.8%; Black , 3 . 3%; Ame ri can Indian, Hispanic,
Asian, and other nationalities making up the remainder of
the population.

Women comprise 51.8 % of the county

population , while men account for 48.1%.
The Center for Human Services is the primary agency
providing both sheltered and supported employment services
to individuals with developmental disabilities in the
Pettis County area.

It is fully accredited, and has

provided a continuum of services to both children and
adults since 1955.

Not only does the Center for Human

Services provide employment opportunities, but also such
things as therapies , assessment , counseling, and housing
in both group home and Individualized Supported Living
settings .

The Center has an affiliated community service

provider (ACSP) agreement with the Missouri Department of
Mental Health , and works closely with Central Missouri
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Regional Center to meet the needs of individuals with
mental retardation and developmental disabilities .
Duration - The duration of the project wil l be
from May , 1995 , to April, 1996 .
Participants
A. Researcher - This individual will administer the
employment or " competence/productivity" questions from the
Quality of Life Questionnaire to subjects , observe them in
their workplaces , and interview staff and support people
who work d i rectly with the subjects .

From the results ,

the researcher will be able to determine, using
statistics , whether individuals who work in supported
employment have a higher level of job satisfaction than
those who work in sheltered employment .
B. Employees - The subjects consist of two groups of
individuals who are developmentally disabled : one group
whose subjects are employed in a sheltered workshop
setting , and another group whose subjects work in the
community in supported employment .

There are ten subjects

in each group who possess various l evels of work
experience .

The subjects range in age from 21 to 69 and

are caucasian.

Twelve of the twenty subjects (60 %) are

male , while eight (40%) are female .

As much as is

possible , subjects were selected who have comparable
mental retardation/ developmental disab i lity diagnoses.
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Statement of Objectives
Objective #1 - From May 15 to September 30 , the
researcher studied assessment tools and selected the
Quality of Life Questionnaire " competence/productivity"
section to be admi n i s t ered to individuals with
developmental disabilities who are employed in either a
sheltered workshop or a supported employment program.

As

evidence of this objective , the questionnaire was produced
for distribution.

Preliminary research and a review of

related literature was also completed during this time.
Objective #2 - From October 1 to December 31 , the
researcher selected a pool of subjects to evaluate ,
keeping in mind the need for comparable diagnoses.

The

completed Quality of Life Questionnaires are evidence that
this objective was completed .
Objective #3 - From January 1 to January 31 , the
researcher administered the Quality of Life Questionnaire
to the subjects . Completed questionnaires are evidence of
this objective.
Objective #4 - From February 1 to February 29 , a
review of related literature and research was done to
substantiate , validate , or dispute the hypothesis .
Evidence of this objective can be found in Chapter 2 of
the project.
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Objective #5 - From March 1 to March 15, the raw data
was examined, and the researcher utilized statistics to
indicate either a significant or insignificant difference
based on this data.

Evidence of this objective can be

located in Chapter 3 of the project .
Objective #6 - From March 16 to March 31 , the
researcher drew a conclusion based on both the research
and the completed Quality of Life Questionnaires.
Implications of the results and recommendations for
further research were also made .

Evidence of this

objective can be found in the fourth and final chapter of
this project.
Project Limitations
1. Geographical Location - The sample was taken from
Sedalia, Missouri , and the area closely surrounding it .
Taking into consideration Sedalia ' s population of under
20 , 000, it may not be appropriate to generalize the
results to larger cities or metropolitan areas of the
state or nation.
2. Number of Subjects - Twenty subjects with
comparable mental retardation/developmental disabilities
diagnoses were available as subjects in the Sedalia area .
Despite the growing popularity of supported employment ,
there continues to exist a shortage of jobs in the
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communi ty for individuals with mental retardation and
developmental disabilities .
3. Availability of Data - Because of the limited
number of appropriate subjects , there is also a resulting
shortage of data.
4. Race - The sample consi sted of caucasian subjects.
Persons of other races were not available.
Definition of Terms
Supported Employment - Paid employment i n an integrated
competitive work setting where ongoing, individualized training and support is provi ded to a person
with a disability.
Job Coach

A staff member of the agency sponsoring the

supported employee who is primarily responsible for
training the supported employee in the needed job
skills, for attend i ng to the personal needs of the
supported employee (e.g., transportation,
medication) , for facilitating communication between
the employer and the supported employee , and for
promoting relationships between the supported
employee and his/her coworkers.
Enclave - A supported employment model; a small group of
workers, of not more than eight, with severe
disabilities who are employed in an industrial
setting managed by a specially trained supervisor.
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Within the enclave , payment for work performed is
commensurate with pay to others within the host
company doing the same type and amount of wo rk.
Sheltered Employment - Segregated work settings for
i ndividuals with disabilities (e.g., adult day
activity programs , work activity centers , or
sheltered workshops) that are owned and operated by a
sponsoring day habilitation , rehabilitation , or
mental health service provider.

These settings are

non- or semi-competitive , and focus upon education
and training with a therapeutic perspect ive .
Mental Retardation - As defined by the American
Association on Mental Deficiency, a significantly
subaverage intellectual function ing existing
concurrently with deficits in adaptive behavior and
manifested during the developmental period.

The

Association recognizes four levels of mental
retardation , the distinctions made primarily by the
obtained scores on intelligence tests.

The four

levels , with the identified IQ ranges on two well
established intelligence tes t s are :
1.

Mild .

The IQ ranges are 52-68 on the

Stanford-Binet Scale o r 55-69 on the Wechs l er
Scal es.
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2.

Moderate .

The IQ ranges are 36-51 on the

Stanford-Binet Scale or 40-54 on the Wechsler
Scales.
3.

Severe.

The IQ ranges are 20-35 on the

Stanford-Binet Scale or 25-39 on the Wechsler
Scales.
4.

Profound .

The IQ ranges are 19 and below on

the Stanford- Binet Scale or 24 and below on the
Wechsler Scales.
Developmental Disability - As defined by Public Law 95-602
Rehabilitation , Comprehensive Services , and
Developmental Disability Amendments of 1978 , a
severe, chronic disability of a person which:

{A) is

attributable to a mental or physi cal impairment, or
combination of mental and physical impairments;

(B)

i s manifested before the person attains age twentytwo ;

{C) is likely to continue indefinitely ;

(D)

results in substantial functional limitations in
three or more of the following areas of major life
activity:

{i) sel£-care,

expressive language,
(v) self-direction,

(ii} receptive and

(iii) learning,

(iv) mobility ,

(vi) capacity for independent

living , and (vii) economic self-sufficiency; and (E)
reflects the person ' s need for a combination and
sequence of special, interdisciplinary , or generic
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care, treatment , or other services wh ich are
individually planned and coordinated.
Quality of Life Questionnaire - A 40-item rating scale
designed to measure the overall quality of life of a
person with mental retardation .

It is based on more

than a decade of work and is among the most
extensively researched instruments currently
available for assessing the qua l ity of life of people
with mental retardation .
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$

ASSESSMENT TOOL
Quality of Life Questionnaire and Manual

$

30 . 00
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$

30.00

Copy Fee at University of Missouri Library

$

4 . 50

TOTAL PRINTING SERVICE

$

4.50

Mileage , Postage , Envelopes , etc .

$

25 .00

TOTAL MISCELLANEOUS ITEMS

$ 25 . 00

TOTAL PROJECT BUDGET

$ 74 . 75

PRINTING SERVICE
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Summary
Chapter I includes the purpose of the project, a
statement of problem , and the project title , location , and
duration.

Chapter I also includes the project

partici pants , s i x objectives, and four limitations of
project/thesis findings.

Definitions of terms are

i ncluded, and are followed by a timeline of project steps
and a budget .
Chapter II involves a review of literature related to
sheltered and supported employment.

Particular emphasis

is placed on the level of job satisfaction individuals
derive from both types of work settings .

Humanistic,

psychological, and sociological foundations are also
included in Chapter II .
Chapter III presents the evaluation of the project,
the project design , and the instrumentation and findings
of the project in relation to the work section of the
Quality of Life Questionnaire .
Chapter IV is comprised of the researcher's
conclusions, implications , and recommendations for further
research as a follow-up to the project .

An appendix

includes a copy of the Quality of Life Questionnaire , as
well as documentation of correspondence and approval for
using human subjects.

An alphabetized bibli ography l ist

i s included to substantiate research.
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CHAPTER II
INTRODUCTION
The purpose of this project was to determine whether
individuals who work in supported employment are more
satisfied with their jobs than those who work in sheltered
employment.

There is a definite need for continued and

increased funding for employment services for individuals
with mental retardation and developmental disabilities
(Faison et al. 1990 , 11).

It is the intent of this

project to provide guidance to policy-makers in
determining where the limited resources for such
employment services should be d irected to most effectively
meet the needs of these individuals.
The following chapter of this thesis begins with a
discussion of the backgrounds of both sheltered and
supported employment .

Definitions of each will be given ,

and benefits and concerns associated with both will be
d iscussed.
Following the discussion of the two types of
employment addressed in the project , is a section on
Humanistic Foundations in relation to the field of menta l
health.

Focus is on the vast changes that have occurred

in thi s field through the years.

The removal of mentally

retarded individuals from institutions where they were
kept segregated from the rest of society and their

....
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placement into communities is discussed .

More

specifically, changes in work opportunities for
individuals wi th mental retardation and developmental
disabilities since this move toward
" deinstitutionalization " are also included in the
Humanistic Foundations section.
Following the Humanistic Foundations section is the
Psychological Foundations section, where foundations of
psychology are discussed in relation to the project .

The

e f fects of maintaining employment on individuals ' overall
mental well-being is addressed , along with the importance
of job satisfaction .

Also discussed is the fairly recent

concept of " quality of life ", and the fact that an
individual 's work life has a significant effect on one's
overall quality of life (Pedlar et al . 1990 , 87).

This

section will conclude with mention of the concept of
" self-determination ".
A section on the Sociological Foundations in relation
to the population of workers with mental retardation who
are employed in both sheltered and supported work settings
will conclude this chapter.

The importance of integration

and socialization in the workplace are stressed, and
transition from school to the world of work is discussed .
Social competence , as it relates to vocational competence,
is addressed .

Final ly , the cost-effectiveness of
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supported employment is examined.

Money and cost-

e f fectiveness is an issue that society tends to take
notice of.
BACKGROUND OF SHELTERED AND SUPPORTED EMPLOYMENT
In the 1960s , the general feel i ng of society was that
sheltered workshops provided an appropriate environment
for [vocational] training that would ultimately lead to
employment for individuals with mental retardation
(Bradley & Bersani 1990 , 224).

These individuals were

viewed as needing to be cared for , and " job " options
available to them were limited to adult day programs ,
activity centers , and sheltered workshops .

Such settings

were segregated from the general population and allowed
for little , or in most cases , no integration.

Bradley and

Bersani (224) state that the value of integrated work had
not yet become a part of the professional consciousness .
Trai ning and employment were both provided in the
rehabilitation facility.

Such values were common in

relation to the mentally retarded population at that time .
Thus, when the Commission on Accreditation of
Rehabilitat ion Facilities (CARF) was founded in 1966,
their first vocational standards were designed for
shel tered workshops (Bradley & Bersani 224) .

The

Commission on Accreditation of Rehabilitation Facilities
has since become national l y recognized as one of the
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premier accreditation agencies for services for the
disabled, from birth to adult .
While sheltered workshops continue to p lay a very
important role in the lives of many individuals with
disabilities across the United States, there have been a
number of concerns associated with these sheltered
environments throughout the years.

One can not argue that

individuals working in workshops are isolated from the
larger labor force.

McCord (1982 , 248), feeling so

strongly about the segregation of individuals who were
employed in sheltered settings, remarked that, rather than
including people in society's mainstream, sheltered
workshops were a "formal mechanism of control [for]
removing , containing and isolating deviant people".

A

study of adults with mental retardation living semi independently found that their weekly work schedule is
often inconsistent , depending upon the number and size of
work contracts obtained by the workshops.

Complaints

about "down time " (unpaid time spent wait ing for work)
were also common (Halpern et al. 1986, 75).
From this growing dissatisfaction with
institutionalization and segregated work environments
arose a metamorpho sis of sorts.

People began to realize

that ind ividuals with handicaps we re being " warehoused",
and it was felt perhaps they could be placed in jobs and
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provided with the supports necessary for successful
employment integration (Rusch

&

Hughes 1 989 , 353) .

A new

model of employment for persons with disabilities evolved,
which has come to be known as supported employment. Focus
changed from training the individual to eventually be
placed in a competitive job , to placi ng the individual and
providing the needed training in the actual work setting ,
with ongo i ng supports for both employees and employers
(NIDR 1994 , 1).

However , the reality is that many

individual s never actually make the transition £ram
sheltered work to integrated competitive work.
Bellamy et al.

In fact ,

(1986 , 27) cited United States Department

of Labor data revealing that only 3% of individuals
employed in sheltered workshops for more than t wo years
were successfully placed in competitive employment
settings.

Also 0£ concern was the fact that the work and

soci al skills acquired in sheltered environments often do
not easil y generalize to competitive work places
(Sylvestre & Gottlieb 1992 , 27).
The Developmental Disabi lities Act of 198 4 defined
" supported employment " as :
Paid employment which (i) is for persons with
deve l opmental disabili t i es for whom competitive
employment at or above the minimum wage is unlikely
and who , because of their disabilities , need ongoing
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support to perform in a work setting;

(ii) is

conducted in a variety of settings , particularly work
sites in which persons without disabilities are
employed; and (iii) is supported by any activity
needed to sustain paid work by persons with
disabilities, including supervision, training , and
transportation . (Federal Register 1984 , Section 10 2 ) .
As We hman states , supported employment should be
reserved for only those individuals who truly need it-persons who , due to the severity of their disability, have
been unable to consistently maintain jobs (1988 , 360) .

In

reality , the majority of the individuals who are involved
in supported employment have either mild or moderate
mental retardation , as opposed to severe or profound.

It

has been suggested t hat attitudinal and political barriers
might be responsible , at least in part , for the frequent
failure to extend supported employment services to those
persons with the most severe disabilities (Black
1992 , 464).

&

Meyer

There is much work to be done by human

service professionals in convincing potential employers
that individuals who have severe disabi l ities can indeed
be productive employees.
Since i ts beginnings in 1984, supported emp l oyment
has focused on both individual outcomes and systems
change .

There have been significant increases in the
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number of people benefiting from supported employment, and
changes in the systems that fund and regulate day programs
across the country .

Just as the trend in the human

services field has been toward measurable " outcomes " , so
has it been specifically in employment services for
i ndivi duals with mental retardation and developmental
disabilities .

An analysis of states' technical assistance

needs completed by Mank et al. (1991 , 19) determined that
national supported employment policy has " focused on
measurable and improved outcomes for individuals with
severe disabilities and on changing the systems t hat
define, fund , and control day and vocational services".
Perhaps one of the most significant pieces of
legislation to date in the area of supported employment
has been the Rehabilitation Act Amendments of 1986 (Public
Law 99- 506) .

These amendments authorized a new formula

grant for the State Supported Employment Services Program,
and also allowed state rehabilitation agencies the
flexibility of purchasing supported employment-related
se rvices such as job placement , training, and situational
assessment (Rusch et al. 1991, 146) .

Since that time ,

numerous federal initiatives and other legislation have
resulted in increased allocation of federal and state
resources for supported employment.

In fact , it has been

mandated by Public Law 99-508 that supported emplo yment
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must be provided by both vocational rehabilitation and
mental health or mental retardation agencies .
Despite the rather obvious advantages of supported
employment ove r sheltered employment (ie . integration ,
increased wages, and opportunities for severely disabled
individuals that might not otherwise be possible) , there
are also a number of less apparent benefits.

Supported

employment programs yield powerful financial benefits both
for the individual with mental retardation and for the
taxpayer {Hill et al. 1987, 187) .

This savings to society

is particularly significant in an era when every dollar
assigned to human services mus t be scrutinized very
closely.

Also, the savings that accrue from reductions in

supplemental Social Security payments once persons are
placed in competitive jobs , should motivate individuals to
do everything within their power to help individuals with
mental retardation to be successful in supported
employment.
Along with the benefits and positive outcomes
associated with supported employment, there have also been
concerns raised by employees themselves, parents,
advocates, community-based providers, and other involved
parties .

Bradley and Bersani suggest that these concerns

are not with the concept of supported employment per se,
but for the "potential abuses inherent in the underlying
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values of a capitalistic system--well known abuses that
have manifested through time from the sweatshops of the
1880s to the questionable ethics of the inside traders of
the 1980s " (225) .

Some employers take advantage of

persons who are vulnerable , as individuals who are
developmentally disabled often are .
Salzberg and associates conducted a study of the

An

reasons why some supported employees lost their jobs .
actual decrease in spending money was cited as one
possible reason that individuals were not motivated to
maintain their competitive jobs (1988 , 165).

The salaries

of such workers are often applied to living expenses that
were previously borne by the state o r by their parents.
Some indi vidua ls are even required to give their paycheck
directly to their parents or residential providers.

Steps

should be taken to explain to individuals who have become
competitively employed that an increase in wages may mean
that they will be responsible for part of their living
costs , and as much attention as possible should be given
to the handling of wages by group home operators, parents ,
and others who may potentially take advantage of persons
who are vulnerable.
HUMANISTIC FOUNDATIONS
Drastic changes have taken place in the field of
mental health through the years.

As early as the 1840s,
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individuals with mental retardation were identified and
referred to by such degrading terms as " feebleminded",
"simpletons", and " idiots " ( Krishef 1983, 4) .

Mental

retardat i on was misunderstood , and some persons believed
it to be the work of evil spirits .

Those who were

mentally retarded were often abandoned, and quickly died
when left to meet their own needs (Krishef 17).

The

advent of Christianity brought with it hope for those who
had previously been outcasts .

According to Krishef, a

"more humanitarian and charitable approach developed"
(18).

This was only the beginning, however.

Dr . Samuel

Howe, in wondering what could be done to help a number of
mentally retarded persons living in the state of
Massachusetts , became the first person to initiate
institutional care for the retarded in the United States
(Krishef 24) .

While these early " institutions " were a

marked improvement from being abandoned and left to die,
they provided treatment that was far from humane.
Burton Blatt and Fred Kaplan undertook a rather bold
project in 1965.

In an effort to open Americans ' eyes to

the poor treatment many individuals received within large
state-operated institutions , they created Christmas in
Purgatory, a photographic essay on mental retardation
(1974).

Kaplan took photos with a hidden camera on these

" tours" of some of the back wards of large institutions .
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These photos revealed some of the most horrible scenes
i mag inable .

In the Introduction to Christmas in

Purgatory, Blatt referred to mentally retarded individuals
in these state institutions being treated " less humanely,
with less care , and under more deplorable conditions than
animals " (v) .

While the photos were taken in only five

state institutions , Blatt indicated that they had been in
numerous others and foun d the five to be quite
representative of institutions everywhere.

He described

these institutions for the mentally retard ed as often
being surrounded by fences , sometimes with barbed wire.
The buildings were frequently massive brick structures
with bars on the windows and many locks , much l ike in a
prison (1).

Blatt made r eference to extreme overcrowding,

with beds side by side and head to head.

Many of the

large state institutions in existence provided only a very
low level of custodial care (Schm.olling et al . 1993 , 93) .
While the treatment received in such institutions was
indeed quite barbarous, a number of factors contributed to
this inhumane behavior.

Schm.olling made reference to low

salaries, which tended to attra ct marginal workers (93) .
Also contr ibuting to the level of stress was the fact that
these facilities were nearly always understaffed .

It

seemed there was an extreme shortage of trained , dedicated
staff (Blatt v) .

►
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According to Krishef , the number of individuals
residing in public i ns ti tutions for the mentally retarded
in the United States " peaked in 1969 and 1970 , when it
topped 200 , 000 " (216).

Society closed its eyes for years

to avoid the problems within institutions that they did
not know how to correct.

People finally began to realize

and admit that this segregation was not healthy , and the
move toward " deinstitutionalization" began .

Kri shef

defines deinstitu tionalization as " a p l anned reduction in
the number of residents of public institutional
facilities " (217).
Most of the institutions had provided little or no
opportunity fo r planned activities or work of any sort.
Blatt and Kaplan observed one adu lt in a vocational
training center playing " jacks " .

The courts stepped in

and took action, ruling that mental ly retarded individuals
had to be provided with access to actual vocational
training programs.

They also upheld individuals ' rights

to equal employment opportunities and payment for work
completed (Krisbef 218).

Along with the movement toward

deinstitutiona l ization , the trend toward integrated work
for persons with mental retardation was born.
I ntegrated work proved to be beneficial to
individuals both f i nancially and socially .

In oppositi on

to the segregation they had been accustomed to , the
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mentally retarded b egan to develop friendships wi th their
coworke rs.

Peopl e are more likely to form relationsh ips

with those individuals who share common interests and
participate in simi lar activities.
often exist among coworke r s.

Such common interests

The o pportunit y for

integration is one of the key components of the supported
emp l oyment model .

Non- disabled coworkers take on a

variety of different roles in relation to supported
employees .

They may act as advocates or friends , they may

evaluate performance and provide needed feedback , and they
may assist in providing on-the-job train ing (Rusch et al .
1991 , 207} .

After more than two decades of

deinstitutionalization , general agreement continues to
exist that employment opportunities are c r iti cal to
successful community integration and membership of
individuals with severe menta l limitations (Tice 1994 ,
7 33) .

PSYCHOLOGICAL FOUNDATIONS
I t seems logical that a discussion of the value and
importance of work should begin by defining precisely what
"wo r k " is .

Webster (1970) provides more than a dozen

diffe rent definitions for the term "work ".

Perhaps most

fitting for this discussion, however, is Vroom' s
reference to five properties of work roles:

(1967)
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1.

They provide financial remuneration.

2.

They require the expenditure of energy.

3.

They involve the production of goods and
services .

4.

They perm.it or require social interaction.

5.

They affect the social status of the worker
( 4 3) •

Vroom further contends that people work under two primary
conditions--economi c and motivational--and that the two
vary independently from one another (29).
Work has always been a highly valued activity in
American culture .

Society tends to judge the worth of an

individual by the level of productivity.

It has been

observed by this researcher that performing " real" work
(i.e. , supported, competitive employment) can actually
enhance an individual's status and self-worth .
Participating in work a l so tends to somewhat decrease the
stigma associated with being mentally handicapped.

It

offers individuals the opportunity to socialize after
work-hours and develop relationships with non-disabled
peers .

Working and earning wages contributes to increased

independence and improved overall quality of life.

Tice

states that " employment can mark t he dif fer ence between
social skill development and social isolation , self-
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sufficiency and dependency , and a productive routine and
boredom" (734).
Individuals with mental retar dation continue to be
overlooked when workers are needed .

According to the

Association for Retarded Citizens and a National Consumer
Survey, 81% of adults with mental retardation are not
working (1994, 2) .

Of the fortunate few who do hold jobs ,

statistics indica te that many persons with retardation or
developmental disabilities are working in low-paying
sheltered work settings (Halpern et al. 1986, 75).

Much

has been, and continues to be done in attempting to
reverse this trend .

The Americans With Disabilities Act

(ADA), signed into law July 26 , 199 0 , has been extremely
instrumental in opening employment for peopl e with
disabilities, including those with mental retardati on .
The ADA prohibits discrimination based on disability (ARC
1994, 3) .
In the general population, and more specifically in
re lation to mentally retarded and developmentally disabled
individuals , there are a number of factors that influence
employment .

Among these , of course, is the overall

economic climate.

If the unemployment rate is high for

non-disabled workers, it obviously follows that it will be
high for disabled workers.

The attitude of prospective

employers toward persons with disabilities also plays an

,....
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important role in their employability.

While this will be

discussed further in Chapter 4 , it seems pertinent to
mention that there is much work that needs to be done on
the part of human service professionals in educating the
public about the benefits of hiring a worker with a
disability.

The effectiveness of training and placement

programs is another factor that influences employment
(Salzberg et al. 1988 , 163) .

Without adequate training ,

it is difficult for anyone to secure and maintain an
appropriate job.
There are a number of benefi ts afforded to b usinesses
who hire persons with mental retardation .

Hiring persons

with disabilities that have traditionally been excluded
from the work force may do much to improve the public
image of a business.

Many companies exert considerable

effort and expense to generate such a positive image .
Another benefit associated with hiring the disabled is
increasing the cultural diversity of an organization.
This helps demonstrate to workers that the company is
truly interested in and supportive of all its employees.
Hiring individuals with mental retardation is also
beneficial in meeting an organization ' s affirmative action
obligations (Rhodes & Valenta 1985 , 18).

Finally , Rhodes

and Valenta made reference to taking advantage of certain
tax credits such as the Federal Targeted Jobs Tax Credit
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Program allowed to organizations that hire individuals who
are disabled (18).
JOB SATISFACTION
Of particular importance to this project is the
concept of " job satisfaction" in relat ion to employees
with mental retardation .

Halpern et al. indicated that a

person ' s job satisfaction is likel y to be related to that
i ndivi dual ' s overall satisfaction with life (80).
Mo reove r , the way people view themselves--their " selfconcept " --is influenced by job satisfaction (Pruitt 1).
It seems quite obvious that an individual can not be fully
content with l ife unless job satisfaction exists.
While few studies have actually been done on job
satisfaction of workers who are severely disabled {McAfee
1986) , evidence does exist indicating that the more
satisfied a person is with a job, the more likely that
person is to be successful (Lam

&

Chan 1988 , 51) .

John

Westbrook , director of the National Model for Supported
Emp l o yment and Independent Living (NMSEIL) , states that
" allowing p ote ntial workers with disabilities to choose
and p l an their own career paths --as any other service
consumers might--not only empowers employees , but
satisfies employers and ensures longer lasting job
placements "

(NIDRR 1992 , 5) .

This sho uld be taken into
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consideration when placing an individual in a particular
supported employment job.
Test et al. conducted a study of job satisfaction of
persons in supported employment .

Of the individuals

interviewed who had previously been employed in a
workshop , 92.8% (26 of the 28 subjects) stated that they
would rather have t he ir present [supported employment ] job
than work in a workshop (43) .

These results may be

interpreted as support for t he trend toward supported
employment for individuals with mental retardation and
developmental disabilities , and alert service providers to
areas that may need improvement or change.
On the other hand, Lam and Chan ' s 1988 study of job
satisfaction of sheltered workshop clients found that , in
general , most sheltered workshop employees were satisfied
with their jobs , also (53) .

However, the study further

revealed that persons with borderline-mild mental
retardation had lower job satisfaction scores than those
persons with moderate-severe mental retardation.

Other

studies have indi ca t ed that people like the " social
aspects " and stability afforded by sheltered employment.
In a 10-year study of individuals employed at a sheltered
workshop , Turner (1983) found that over h alf of the
individuals were " not afraid to leave " but instead " wanted
to stay".

Those findings may or may

not be
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representative of workshop employees throughout the
nation .

Regardless of whether a person works in sheltered

employment or in supported employment , perhaps Lam and
Chan summed it up best by saying that

11

j ob satisfaction

should not be conside red a luxury, but rather a necessity
for disabled workers to have a healthy and productive work
life "

(54).
QUALITY OF LIFE
The concept of "quali ty of life" for individua ls with

mental retardation and developmental disabilities is one
that has become quite popular in recent years.

Schalock

even referred to it as the "issue of the 1990s 11 (1990).

A

wider range of choices and a higher degree of community
integration have become guiding principles in programs and
services for persons with disabilities.

One example of

this is the " Certification Project" adopted by the
Missouri Department of Mental Health, Division of Mental
Retardation and Developmental Disabilities, in September,
1992 .

These value-centered, outcome-based certification

principles encourage providers to focus on increased
community membership, self-determination/choice-making,
assuring human and legal rights, and meeting basic needs
of individuals with disabilities.

Provider agencies

contracting with the Department are expected to adhere to
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and embrace these guiding principles in the movement
toward person-centered supports and services .
Vogelsberg broadly defined quality of life as
including health, employment , leisure , membership in a
community, and family relationships (1990).
al .

Schalock et

(1989) contends that quality of life is a measure of

" the degree of independence , productivity and community
integration that a person experiences " (25).

While no one

definition of " quality of life " has emerged, many human
service professionals seem to be in agreement that quality
of life measures are needed to guide program planning and
decision-making (Landesman 1986) .
Schalock and Keith (1993) designed the Quality o f Life
Questionnaire to meet the need for an instrument to assess
the quality of l ife in persons with mental retardation and
developmental disabilities .

It is a 40-item rating scale

which measures overall quality of l ife, and is based on
more than a decade of work and research.

For purposes of

thi s project , the researcher utilized only the
"Competence/Productivity " section of the Quality of Life
Questionnaire , which consists of ten items scored on a 3point Likert scale reflecting income-producing work or work
that contributes to a household or community.

Raw scores

are converted to percentiles , and statistics are used to
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determine either a significant or insignificant difference
based on this data.
Quality of life is significantly effected by the
quality of an individual ' s work life, and the very fact of
having a job is critical to most
(Pedlar et al. 1990 , 79).

people ' s well-being

The work environment itsel f and

the relationships that are often formed with coworkers may
be among the most important factors contributing to job
satisfaction and success for individuals with mental
retardation and developmental disabilities .

Friendships

and the opportunity to socialize with peers play i mportant
roles in the quality of work life.

Also, if an individual

who has a handicap is able to work successfully in a nonsegregated community setting , then he is more apt to be
accepted by non- disabled peers and viewed as a productive
adult (Inge et al . 1988 , 98) .

This acceptance in turn has

a direct and positive effect on a person ' s overall quality
of life .
SELF-DETERMINATION
Self-determination , as defined by The American
College Dictionary (1968), is " determination by oneself or
itself without outside influence ".

Wehmeyer (1994)

conducted a study among individuals with cognitive and
developmental disabilities which examined the relationship
between employment status and individual perceptions of

►
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control .

The participants were 216 adults ranging in age

from 19 to 64 , belonging to self-advocacy groups in 23
states and 2 Canadian provinces.

The results were in

accordance with what the quality of life literature has
suggested--individual s employed in sheltered environments
perceived themselves as having less control [acr oss
various l ife domains ] than did counterparts in competitive
work settings (1 24) .

In general , people emp loyed

competitively through the supported employment model earn
h i gher wages than people employed in sheltered workshops .
These individu als also benefit more from being integrated
in the work setting , allowing increased opportunities to
achieve " positive personal goals " and to " experience
greater self-determin at i on " (NIDRR 2) .
SOCIOLOGICAL FOUNDATIONS
No discussion of the organization and fun ctioning of
human society would be complete without mentioning
socialization and integration .

I t is the nature of human

beings to form relationshi ps with others .

Most people

thrive on companionship , and individuals with mental
retardation are certainly no exception .

Because most

indivi d uals spen d a l arge percentage of their waking hours
at work , it seems logical that adults often name work
coll eagues among their c l osest fr i ends (Rusch et al . 1991 ,
155) .

Work provides a variety of opportunities for
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interactions including lunch, breaks, and companys ponsored events.

Rusch et al . found that persons with

mental retardation are as likely to be involved in jobre lated interactions as non - disabled persons, but less
likely to be involved in non-work related interactions
during l unch and break periods (156).

The job coach is

intended to be of help in encouraging this interaction,
but is not always successful.

People tend to gravitate

toward people with similar interests, backgrounds , and
attitudes (Rusch et al. 155).

Unfortunately, individuals

with mental retardation and developmental disabilities
often lack the confidence to initiate interactions with
their non-disabled coworkers .

Educating employers and

coworkers may be quite helpful in overcoming problems in
this area , and the job coach should also be instrumental
in advocating for the employee in meeting these social
needs.
TRANSITION

Another topic worthy of discussi on is the transition
of individuals with mental reta rdation and developmental
disabilities from school into the work place.

It seems

that many parents of children who attend special education
classes assume that after graduation from state school or
high school, adult services such as work will be readily
available.

They often become f rustrated when they are
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placed on a wa iting list for servi ces .

Unlike the legal

mandate that children be provided with an education, there
is no entitlement for training , services , or supports for
adults.

Due to limited resources , waiting lists are quite

common .

Transition planning should begin early, and

should be indivi dua lized to accommodate each person ' s
values and preferences.

Hill et al. indicated that the

advocac y efforts of parents concerned about employment
opportunities for their children after they leave special
education have had a dramatic impact on the adult service
system for persons with severe disabilities

(1987 , 182).

If possible , interagency collabo ration is helpful in
preventing a break in services .

In the Missouri

Department of Men tal Health system, case managers often
begin meeting with the family and the teacher early in the
Sophomore year to ensure that the transition from school
to work occurs smoothly and with l ittle interrupti on .
SOCIAL COMPETENCE
Salzberg et al.

(1988) completed a study of reasons

fo r job loss among mentally retarded workers.

They

proposed that vocational competence may be conceptualized
as the product of three interacting domains:
responsibility ;

" (a) job

(b) task production competence; and (c}

social-vocational competence " (155) .

Thus , it is bel ieved

that there are social skills that are not directly related

p
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to the performance of job tasks , but may be important for
successful employment (Salzberg et al . 155).

Among these

social skills which may cause an individual with mental
retardation to be terminated from a job are the following:
emotional , bi zar re , or aggressive behavior; inappropriate
or excessive talking; obscene or offensive language ; poor
grooming, appearance , or hygiene; and lack of social
awareness.

In the supported employment model, these are

areas that the job coach is expected to address on a daily
basis in the work setting.

Modeling by co-workers is also

beneficial in helping the disabled person to learn
acceptable social skill s .
COST-EFFECTIVENESS
As mentioned previously, earning a wage is a measure
of one's worth in our society .

Rusch et al.

(1991) refer

to evidence suggesting that supported employment is " a
cost-effective alternative to traditional adult service
programs " (149).

While the costs initially associated

with supported employment may be greater than the
benefits , this generally changes within the first twothree years .

The cost of sheltered employment remains

reasonably constant over time , while supported employees
require less and less support as individuals adapt to
their jobs.

Once the resources have been redirected from

shel tered employment to supported employment, the benefits

p
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can be demonstrated from all three perspectives :

the

supported employee, the taxpayer , and society (McCaughrin
et al. 1993 , 47).
CONCLUSIONS
It is rather inspiring to look back on the changes
that have occurred within the field of mental health
through the years.

While there is still undoubtedly much

progress to be made, society has come a long way in it ' s
views of individuals with ment al retardation.

From being

looked upon as evil and demon-possessed , to becoming
productive employees who contribute to communities and
neighborhoods everywhere , persons with mental retardation
are proving that they are indeed quite capable .
As in the general population, work plays an integral
role in the lives of many individuals who possess mental
retardation and developmental disabilities .

The

opportunity to earn wages increases a person ' s
independence , as well as their worth in the eyes of
society .
Through the implementation of supported employment
programs , individuals with disabilities are being
integrated in competitive work settings and earning wages
that are greater than ever be fo re.

Resources for such

employment services are limited, however , and dollars are
closely scrutinized.

It is the hope of the researcher
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that the project undertaken will provide some useful
information in determining where the limited resources
should be allocated to best meet the employment needs of
individuals with mental retardation and developmental
disabilities.
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CHAPTER III
INTRODUCTION
The purpose of this project was to determine whether
individuals who work in suppo r ted employment have a higher
level of job satisfaction than those who work i n supported
employment .

A tri-phasal method of evaluation was

utilized, which included observation by the researcher in
the subjects ' workplaces , interviews or discussions with
staff or support peo ple who supervise the subjects , and
administration of the Quality of Life Questionnaire
" competency/ productivity " section .
The following chapter includes a historical review of
the project in its entirety.

The setting of the project

will be descri bed, which wi ll incl ude demographic
informa tion about Sedalia , Mi ssouri .

Focus will also be

on the history of the Center for Human Services , the
primary agency in Sedalia that provides both sheltered and
supported employment services for individuals with mental
re tardation and developmental disabilities.

The project

researcher and subjects will be identified according t o
experience , interests , training , and characteristics.

The

hypothesis will be stated, along with the original
evaluation objectives and questions.

Finally , reference

will be made to the expected outcomes, and a brief
overview of steps taken to complete the project wi l l be
pre se nt e d .

Rowland 44

Following the " Historical Review" section is the
" Presentation of Findi ngs".

The evaluation design wil l be

described , and the findings for the evaluation questions
will be discussed .

The proj ect findings wi ll then be

summarized.
HISTORICAL REVIEW
Identifying the Problem
Although much progress has been made in improving
employment services and opportunities available to pe rsons
with mental retardation and developmental disabilities,
there is still much work to be done.

Many i ndividual s

have been moved out of large state institutio ns and are
living in the community .

This move away from segregation

and t he trend t o ward integration has been evidenced in
employment opportunities for pe rsons with disabil i tie s ,
also .

No longer are day programs and sheltered workshops

the only "work" available for such individuals ; t he advent
of supported employment has brought about job
opportunities for perso ns throughout the United States
that were onl y dreamed of in the past .
The projec t was completed in Sedalia , Misso uri , a
community with a 1990 census popu l ation of 19,800 .
Sedalia has a highly diversified industrial base , with
manufacturing employment representing 16% of all jobs in
Sedalia/Pettis County (Sedalia Area Chamber o f Commerce
1995) .

Agriculture also p lays an impo rtant role in

Rowland 45

Sedalia ' s economy, and retail trade represents a vital
portion of the area ' s overall economic base .
Sedalia was established in 1860 by George R . Smith,
and was a federal military post during the Civil War .

The

railroad played a major role in Sedalia ' s development ,
serving as the end of cattle drives bringing long horns
from Texas to be shipped by rail to the packing plants of
the East (Downtown Sedalia , Inc . 1995) .

Sedalia was hard-

bit by the Depressi on , forcing three banks to close, two
others to limit withdrawals, and two b ankers to commit
suicide.
In 1955 , the " Crippled Children ' s Center " was
established in Sedalia in response to the need for
services for individuals with mental retardation and
developmental disabilities.

It was sponsored by United

Cerebral Palsy, and began with nine children and one
teacher.

Eleven years later , the first Senate Bill 52

sheltered workshop in Missouri was established in Sedalia .
By 1983 , the Cooperative Sheltered Workshop had grown to
the point that sales exceeded one million dollars .

The

following year , the Pettis County workshop procured their
first government contract manuf acturing metal file card
boxes (The Center for Human Services Milestones 1995).
Sedalia ' s supported employment program was started in
1987 , with a $54 , 249 grant from the Missouri Division of
Vocational Rehabilitation and the Pettis County Senate
Bill 40 Board .

In 1994 , a full-time Job Developer was
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hired to increase job placements in the competitive
market.

As of October 30, 1995, sixty-two individuals

with mental retardation and/or developmental disabilities
had been hired by local employers ; fifty-four of those
placements continue to be successful .

In fact, some of

the individuals are in their seventh year of supported
employment .

The Center for Human Services works closely

with the Division of Vocational Rehabilitation to develop
these job placements.

There are various government

incentives available to the approximately twenty-five
employers who participate in supported employment in
Sedalia at the present time .
The Center for Human Services is fu ll y accredited by
the Commission on Accreditation of Rehabilitation
Facil ities (CARF) , and provides a continuum of services to
persons with disabilities, from birth to adult.

Their

"Mission" is " to assist children and adults with
disabilities and their families by providing high-quality
programs , support services , and community education so
they can achieve their desired level of independence,
self-satisfaction, and inclusion in the community " (Cente r
for Human Services 1994 Annual Report) .

The Center

remains the primary agency in the Sedalia area that
provides employment , both sheltered and supported , for
individuals with
disabilities.

mental retardation and developmental
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In undertaking this project , the researcher
hypothesized that individuals who work in supported
employment would have a higher level of job satisfaction
than those working in sheltered work settings .

It was

hoped that this would lead to increased awareness of the
benefits of supported employment , not only to individuals
with disabilities , but also to employers .

It is also the

intent of this project to provide guidance to policymakers in determining where the limited resources for such
employment services should be directed to most effectively
meet the needs of these individuals.
Participants
The researcher received a Bachelor of Science degree
in Rehabilitation Psychology in 1988 from Central Missouri
State University in Warrensburg, Missouri .

Employment

since that time has included one year of experience as a
Program Assistant in the Work Adjustment Program of the
Center for Human Services in Sedalia; two years as a
Habilitation Specialist at Marshall Habilitation Center in
Marshal l , Missouri, working primarily in the day program
center with individuals with severe and profound mental
retardation; and the past five years as a Case Manager for
Central Missouri Regional Center, an agency of the
Misso uri Department of Mental Health, Division of Mental
Retardation and Developmental Disabilities .

One of the

many varied duties of a Case Manager is to assist persons
with disabilities in locating appropriate employment.

As
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an advocate for these individuals, a strong i nte res t

in

and desire to increase employment opportunities led the
researcher to choosing this p roject .

The res earcher wa s

responsible for administe ring all Quality of Life
Questionnaires , in terviewing staff or supp ort pe rson s who
work with the subjects , and observing sub jects in their
actual workplaces .
Subjects were selected who work either at the
Cooperative Shel tered Wo r kshop or are p articipants in the
local supported emplo yment program .

As much as possible ,

subjects were chosen who possessed compar ab le IQ or
disability levels.

Unfortunately , there were no subjects

available of any race other than caucas ian ; this p roject
limitation ha s been noted .

Table 1 provides a summary of

chief characteristi cs of subjects participating in the
study.
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TABLE 1
DEMOGRAPHIC I NFORMATION

~
0

n

Mal e

60

12

Female

40

8

21-30

25

5

31-40

35

7

41 -50

15

3

51-60

20

4

60+

5

1

100

20

Borderline

30

6

Mild MR

55

11

Moderate MR

10

2

5

1

Gender

Age

Race
Caucasian
Disability Level

Severe MR

Once the project concept was established, the search
began for an appropriate assessment too l to assist in
determining which group of subjects bas a higher level of
job sa ti sfaction, those in supported o r those in s h eltered
employment.

The Quality of Life Questionnaire was
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selected, which is an instrument designed to assess the
quality of life in persons with mental retardation and
developmental disabilities (1993).

Schalock and Keith

note that the Quality of Life Questionnaire may be used as
a standardized me asure of the following :

1. ) Consumer

empowerment ; 2.) Perceived indep endence ; 3 . ) Social
belonging; 4.) Community integration ; 5 . ) Consumer
satisfaction .
The Quality of Life Questionnaire was also selected
because it is standardized.

All factor analysis ,

reliability , and validity tests were based on data from
the normative sample described in the Quality of Life
Questionnaire Manual.

The questionnaire is intended for

administration by users who have at least one year of
experience working in a professional , e ducational , or
administrative capacity with individuals with mental
retardation or a closely related condition .

Detailed

instructions are provided in the manual for
admi n istration, scoring , and interpretation of the
questionnaire , and were followed closely in undertaking
this project.
Before the Quality of Life Questionnaire was
administere d to the subjects , permission to conduct
research among Department of Mental Health clients was
sought from Niels C. Beck, Ph.D. , Professor of Psychiatry
at the University of Missouri-Columbia School of Medicine
and consultant to the Department.

Dr . Beck reviewed the

Rowland 51

proposal and indicated that no formal review by committee
was necessary.
Next, a pool of subjects was selected from
individuals working at the sheltered workshop in Sedalia ,
Missouri, and those individuals who are wo rking in the
community through the supported employment program .

Mr.

Art Flowers , Program Manager-Center for Human Services
Jobs , and Gerald Harrelson , Job Supervi sor/Trainer , we re
contacted and provided much appreciated assistance in
identifying individuals working in supported employment.
As much as possible, subjects were chosen with similar IQs
or disability levels.

Mr. Flowers and Mr. Harrelson also

provided information regarding how wages are determined
for the two groups of employees.
Time was then spent both at the sheltered workshop
and at various supported employment job sites in the
community observing the subjects in their actual work
settings .

During this observation time , discussions were

also held with floor supervisors , job coaches , and other
support staff who work with the subjects .

Staff appeared

to be quite familiar with the individuals they work with,
and were able to provide much information about emp l oyees '
work performance and productivity .

Job coaches

consistently reported that the companies who employ these
individuals with mental retardation and developmental
disabilities through the supported employment program are
quite satisfied with their work traits .

Written reports
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of progress are completed monthly by the job coach during
the initial stages of employment, with input from both the
emp l oyee and the employer.

It was noted that those

individuals who were worki ng competitively through
supported employment often appeared to be less
distractible than those persons working in the workshop.
Most employees at the sheltered workshop seemed anxious to
talk with the researcher and often did not hesitate to
stop working on a task in order to do so.

Many seemed

aware that they were sacrificing little in wages by
stopping momentarily to visit , and perhaps felt the
opportunity to socialize was a more worthwhile investment.
Conducting the Survey
Subjects were then administered the " competence/
productivity " section of the Quality of Life
Questionnaire.

Schalock and Keith indicate in the manual

that the questionnaire may be used as a standardized
consumer outcome measure (6) .

A 3-point Likert scale is

used to rate each of the ten items , which includes such
questions as , "How satisfied are you with the skills and
experience you have gained or are gaining from your job? ",
" Do you feel you receive fair pay for your work? ", and
" How satisfied are you with the benefits you receive at
the workplace? " .

The completed Quality of Life

Questionnaires were scored , and the raw scores were
compared to percent equivalents using a conversion table
included in the questionnaire manual .

The manual also

r
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indicates that the norm sample of 552 individuals with
disabilities showed no meaningful d i f f erences in scores
for males versus females.

Moreover , no correlations were

found between questionnaire score and age in a sampl e of
312 p ersons between the ages of 15 and 55 (19).
Finally, a one-tailed t-test was used to determine if
the null hypothesis should be rejected .

From this result ,

it can be concluded which group of employees has a higher
level of job satisfaction, those who work in sheltered
employment or those who work in supported employment.
Whi l e the largest percentage of the subjects
participating in the study possessed IQs which met AAMR
criteria for mild mental retardation (55%) , some subjects
possessed borderline intellectual fun ctioning, moderate
mental retardation , or severe men t al retardation.

The

Quality of Life Manual indi cates that the questionnaire
scores are associated with the severity of mental
retardation .

The h i gher the IQ , and the less severe the

mental retardation , the higher the questionnaire scores
tend to be .

However, this is less significant with the

" competence/productivity" section (r square= 15 . 2 percent
va r iance overlap) than with other sections of tbe
quest i onnaire .
PRESENTATION OF FINDINGS
In order to test the hypothesis, a stati stical tool
must be used .

For purposes of this study, a one- tailed t-

test was selected.

The t - test is one of the more popular
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and widely used statistical tests , which determines
whether there is a signi ficant difference between the
means of two samples.

Following is the evaluation

question and the resulting fin dings .

The raw data

obtained from administration of the Quality of Life
Questionnaire can be found in the Appendices .

Question 1 :
Do individual s with mental retardation and/or
developmental disabilities who work in suppor ted
e mpl oyment have a higher level of job satisfaction than
tho se individuals who work in sheltered empl oyment?

The means and variances must first be calcul ated .

285/ 1 0 = 28 . 5

235/10 = 23 . 5

285 2
S1

= 8157 -=--fo

S2

235 2
= 5783 - 10
9

9

8157 - 8122 . 5

=

5783 - 5522 . 5
9

9

3 . 833

=

28 . 94
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Formula for pooled variances:
Sp

=

(N1

-

( S1

1)

N1

+

+ (N2

)

N2

-

1)

-

( S2 )

2

9 (3.833) + 9 (28 . 94)
18

=

34 . 497

+
18

260 . 46

18 .303

329 . 454
18

Finally, the t can be calculated using the pooled variance
esti mate .
t

Using the degree of freedom of 18

2.61

5 . 000

28.5 23.5
18.303 + 18.303
10
10

t

✓3.661

(N1

+ N2

- 2 ) a nd

the t distribution table for a one-tailed t-test, it can
be determined that t a t the . 05 l evel is 1.734.

Because

the obtained value of 2.61 is greater than the critical
value of

1.734 , the null hypothesis is rejected.

Thus,

it can be concluded that the group of individuals with
disabilities working in supported employment do possess a
higher level of job satisfaction.
Question 2 :
Which group of individuals has a higher level of job
satisfaction , females working in supported employment or
females working in sheltered employment?
3

87 /3

29

120 /5 = 2 4

Rowland 56

s,

87 2
3
2529 2

=

S2

2958
4

2529 - 2523
2

2958 - 2880

3

=

(X1

-

X2 )

Se

+

Se

19.5

4

84
6

2 ( 3) + 4 (19 . 5) = 6 + 78
6
3 + 5 - 2

Sp

t

=

120 2
5

14

29 - 2 4
14 + 14
3 + 5

N + N

5

5

=

✓7 -:47

✓4.67+ 2.8

5
2 .73

1. 83

Using the degree of freedom of 6 and the t-distribution
table for a two-tailed t-test, it can be dete rmined that t
at the .05 level is 2 .44 7 . Because the obtained va lue of
1 .83 i s less than the cri tical value of 2 .447, the nul l
hypothesis is accepted .

Thus , it can be conclud ed that

there is no significant difference between the t wo groups.
Question 3:
Which group of individual s has a higher level of job
satisfaction , males working i n supported emp l oyment or
males working in sheltered emplo yment?
N1
X1

Si

7

= 198 /7
5628
6

=

198 2
7

5628 -5601
6

28 . 3

N2

= 5

X2

= 11 5 /5 = 23 . 0

S2

=

115 2
5

2825
4

4.5

26 45

2825
4

45
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27 + 180 = 20 7 = 20 .7
10
10

6 (4 . 5) + 4 (45)
7 + 5 - 2

t

5.3

28 . 3 - 23.0
20 . 7 + 20.7
7
+
5
5.3
✓7 . 1

✓2 .96+ 4.14

5.3
2 .66

1. 99

Using the degree of freedom of 10, it can be
determined that t a t the .05 level for a twotailed t-test is 2228.

Because the obtained

value of 1 . 99 is less than the critical value of
2.228 , the null hypothesis is accepted.

Thus ,

it can be concluded that there is no significant
difference between the two groups .
Question 4:
Which group of individuals has a higher level of
job satisfaction , younger employees with menta l
retardation or older emp l oyees with mental
retardation?
N2
X1

S1

= 307 /12 = 25 . 6
8213

= 8

X2 =

S2 =

213 /8 = 26 . 6
5727

7

11
8213 - 7854 = 32.6

5727 - 5671
7

11

11 (32.6) + 7 (8.0)
12 + 8 - 2
414 . 6
18

-

213 2
8

23.0

358.6 + 56.0
18

8.0

,...
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t = 25.6 - 26 . 6
23 . 0 + 23.0
12

-1

✓1.92------; 2.88

8

=

-1

- 0.46

2 . 19
Using the degree of freedom of 18, it can be
determined that t a t the . OS level for a two-tailed
t-test is 2 . 101 .

Because the obtained value of - 0 . 46

is less than the critical value of 2.101 , the null
hypothesis is accepted.

Thus , it can be concluded

that there is no s i gnificant difference between the
two groups.
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CHAPTER IV
Summary of the Project
The purpose of this project was to determine whether
individuals with mental retardation or developmental
disabilities working in supported employment have a higher
level of job satisfaction than those working in sheltered
employment.

In order to determine this , a tri-phasal

method of evaluation was used which included :

(1)

employment questions from the " competence/productivity "
section of the Quality of Life Questionnaire ,

( 2)

observations in the subjects ' workplaces by the
researcher , and (3) informal interviews with staff or
support people who work with the subjects and are familiar
with their work performance .

Much research focused on the

ba'ckgrounds and development of b oth the sheltered workshop
and the supported employment program in Sedalia , Missouri.
A wealth of i nfo rmation regarding both was also gained
from Mr . Arthur Flowers , Program Manager-Center for Human
Services Jobs , and Mr. Gerald Harrelson , Job
Supervisor/Trainer .

Both men have been employed by the

Center for Human Ser vices for a number of years and are
quite knowledgeable about the services the agency
provides.

The agency is the primary provider of

employment services for indivi duals with mental
retardation and developmental disabilities in Sedalia .
The results of the evaluation will be addressed i n this
chapter , along with implications of this research and
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recommendations for further research and changes in this
area .
Conclusions
Evaluation Question 1 :
A.

Do individuals with mental retardation and/or
developmental disabilities who work in
supported employment have a higher level of job
satisfaction than those individuals who work in
sheltered employment?

B.

A one-tailed t-test determined an obtained t value of
2.61.

Given the degree of freedom of 18, the

critical value oft at the . 05 level is 1 . 734 .
C.

There is a significant difference between the two
scores .

Thus , the null hypothesis can be rejected,

and it can be concluded that individuals working in
supported employment do in fact have a higher level
of job satisfaction than those working in
sheltered employment.
Evaluation Question 2 :
A.

Which group of individuals bas a higher level of job
satisfaction, females working in supported employment
or females working in sheltered employment?

B.

A two-tailed t-test determined an obtained t value of
1 . 83 .

Given the degree of freedom of 6, the critical

value oft at the .05 level is 2.477 .
C.

There is no significant difference between the two
scores.

Thus , the null hypothesis can be accepted,

r
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and it can be concluded from the results of this
project that females working in both supported and
sheltered employment possess comparable levels of job
satisfaction.
Evaluation Question 3 :
A.

Which group of individuals has a higher level of job
satisfaction, males working in supported employment
or males working in sheltered emp loyment?

B.

A two-tailed t-test determined an obtained t value of
1 . 99 .

Given the degree of freedom of 10 , the

critical value oft at the . 05 level is 2 . 228.
C.

There is no significant difference between the two
scores.

Thus, the nul l hypothesis is accepted, and

it can be concluded that males working in both
supported and sheltered employment possess comparabl e
levles of job satisfaction.
Evaluation Question 4 :
A.

Which group of individuals has a higher level of job
satisfaction, younger employees with disabilities or
older employees with disabilities?

B.

A t wo-tailed t-test determined an obtained t value of
-0 . 46.

Given the degree of freedom of 18 , the

critical value oft at the . 05 level is 2.101.
C.

There is no significant difference between the
two scores .

Thus , the null hypothesis is accepted,

and it can be concluded that older and younger
employees with mental retardation/developmental
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possess comparable levels of job satisfaction.

I mpli cations
The results of the comparison between the two groups
of workers with mental retardation suggest that persons
working in non-segregated settings through the supported
employment program are more sati sfied with their jobs than
persons working in a segregated sheltered wor kshop.
Although this finding is in compliance with the original
hypothesis , it should be noted again that these results
were obtained from a samp le of twenty subjects .

While the

results are representative of the population with mental
retardation and/or developmental disabilities in Sedalia,
Missouri , it may not be accurate to generalize these
results to a larger city .
It was also determined that there is no significant
difference in job satisfaction between either females or
males working in supported employment versus sheltered
employment.

Again , it should be noted that the data

obtained are representative of a somewhat small sample .
Finally, subjects were grouped into younger employees
(ages 21-40) and older employees (ages 41-60+) .

There was

no significant difference in job satisfaction between the
two groups of employees .
The Quality of Life Questionnaire appeared to be an
appropriate assessment tool for purposes of this project.
Subjects were given the option of having the questions and
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possible answers read to them, and in most cases , chose
this arrangement.

All questions were answered, and the

subjects had little difficulty understanding what they
were being asked.

Subjects were quite cooperative and

seemed to appreciate being given the opportunity to
provide information about their jobs.

The job coaches and

other staff were also quite helpful in providing valuable
input .

Recommendations
The conclusion of this study lays the groundwork for
a number of recommendations and suggestions aimed toward
improving employment services for individuals with mental
retardation and developmental disabilities .

First, it is

strongly recommended that human service professionals and
other persons working with individuals with disabilities
continue to work toward increasing public awareness of the
benefits of hiring persons with mental retardation.

Not

only does this awareness need to be heightened among
industry, but also among parents , educators, human service
providers , and most importantly, among individuals with
disabilities themselves.

It is difficult for one to

aspire for something better in life i f there is no
awareness of what options exist.

The public must be

educated about supported employment in general and what it
has to offer .
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Along with this increased public awareness, there is
a need for the establishment of forward-looking policies
that emphasize integrated employment of adults with
disabilities.

These policies should be implemented at all

levels including federal, state , and local government, as
well as the private sector .

It is hoped that these

policies will allow for individual choice and flexibility .
Inter-agency agreements have begun to evolve in order to
ensure that persons receive the needed long-term supports
once the responsib ility of the state agency providing
vocational follow-along has ended.

Consideration should

also be given to the technologies available today that
assist in ensuring job success for individuals with mental
retardation and deve lopmental disabilities.

In order for

supported employment to continue to grow and prosper,
future attention must be focused on both service expansion
and service quality.
Another recommendation is that human service
professionals work toward eliminating the barriers to
supported employment that exis t.

These barriers may be

attitudinal or environmental in nature , and may exist
among organizations and industry or in federal and state
systems .

Many potential employers believe that

individuals with disabilities are not capable of working
competitively in a full-time position.

Despite the

obvious benefits, there are also a number of disincentives
that discourage persons from working in supported

Rowland 65

employment .

In the event of

job loss , it is often

extremely difficult to regain Supplemental Security Income
(SSI) benefits.

Many persons with disabilities depend on

SSI and other benefits in order to meet living expenses .
Another barrier is the lack of available and affordable
transportation to and fro m work .

Often in a small

community such as Sedalia , there is no bus service or
public transportation system available, making it even
more difficult to get to a job if individuals are unable
to drive .

Finally , an amazing number of people exist that

are not yet familiar with the Americans with Disabilities
Act (ADA) and its provision that persons with disabilities
not be discriminated against in the work setting.

The ADA

should be enforced , and employers forced to meet its
guidelines .
It is strongly recommended that increased funding be
directed toward supported employment programs , and away
from segregated shel t ered work settings .

In a time when

resources are quite limited and closely scrutinized, money
should be spent where it will most effectively benefit
persons with mental retardation and developmental
disabilities--in supported employment.

As all individuals

do , persons with disabilities possess a need to have some
control in their lives and to make decisions.

Supported

employment allows for increased independence,
productivity, community integration, and socialization .
Maintaining gainful employment leads toward improved
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overall quality of life.

While much progress has been

made toward this goal , continued focus should be on
changing over from sheltered employment to supported
employment.

This changeover will not occur overnight , but

will require substantial time , investment, and commitment
on the part of human service professionals and those
persons working in the field of employment for individuals
with disabilities.

Individuals should not be placed on a

waiting list for supported employment that may extend to
months or even years.

Perhaps funding that is currently

being invested in segregated day programs should be
redirected to supported employment.
As a final recommendation, increased use of natural
supports is encouraged.

Natural supports may include any

relationships or assistance that is normally present in
the workplace.

Natural supports are becoming an

increasingly popular option for persons working in
supported employment, and are less costly than traditional
supported employment models.

Again, this savings should

be particularly attractive given the current limited
resources .

Coworkers can be utilized to provide follow-

along at the work site on a daily basis , providing a
possible solution to the frequent staffing problems
associated with long-term maintenance in supported
employment.

The use of natural supports also allows the

individual with a disability to be less dependent on a job
coach or other paid staff person .

Such supports may
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alleviate problems in securing transportation to and from
work, may provide moral support, and may inc rease
opportunities for socialization .

The employee is able to

develop relationships in the workplace without the stigma
of being viewed as a " client " .
A challenge exists t o all soci ety to continue working
toward improved and increased employment opportunities for
individuals with mental retardation and developmental
disabi l ities.

The Rehab ilitation Services

Administration ' s Supported Employment Panel of Experts
provided the following quite valuable food for thought :
"A measure of life ' s opportunities is built on the visions
one has of possibilities .

For people wi th disabilities ,

the visions have b een painfully acquired over years of
hardship , repression and segregati on " (Faison et al . 1990 ,
11) .
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APPENDIX

INSTRUCTIONS
The QOL.Q may be administered to persons with mental retardation who have adequate receptive and expressive language. The
examiner needs to be sensitive to the possibility that the respondent may not understand some of the items or the meaning of some
of the words. If this happens, it is okay to paraphrase the item to improve understanding. If this happens frequently, or if the person
is known not to have adequate receptive or expressive skills, it is acceptable to have two persons who know the individual well
complete the Questionnaire.

Instructions for Respondents
Read the following instructions to the respondent:

I want you to think about where you live, work, and have fun, and the family, friends, and staff that you know. Together, let's answer
some questions that express how you feel about these things. If you like, you can check the choices given for each item; if you like,
I can check them for you after reading and discussing each of the three alternatives for each item. Please try to answer each of the
items and we will take as much time as you need. There are no right or wrong answers. We want only to know how you feel about
where you live, work, and have fun and the family, friends and staff that you know. Do you have any questions?
If the respondent consents, the examiner proceeds to administer the 40 items. When reading the items, pay close attention to the
exact wording. You may paraphrase items and repeat them as often as necessary to ensure the respondent's understanding of the
item content.

Instructions for Raters
Raters should know the person well and should complete the Questionnaire "as If they were the person" (that is, rate how the
person is perceiving things).
Raters should complete the Questionnaire independently and without any discussion of the items or the individual.

*

:J>
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Special Instructions for Employment Items
If the person is unemployed, do not ask Questions 13-20 and assign to each question the score "1".
Sheltered workshop programs should be considered as jobs when responding to the Questionnaire.
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Demo S. Rowlcmd
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